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ABSTRACT
The purpose of this study was to determine the effectiveness of training design,
format and length in preparing RA's for their positions. The participants for this study
included residence life professional staff, hall directors and resident assistants. Because
the population was small, all members were sampled.
This study consisted of a survey that was administered to all current and eight
former RA's as well as a similar survey that was administered to the professional staff
and hall directors. This survey addressed the effectiveness of the current training
designs, as well as training formats and length. Additional archival data came from a
short questionnaire mailed to returning RA's in the summer of 1999 as well as the 1999
summer training evaluations. Descriptive statistics were computed using SPSS, a
statistical analysis program. Frequency distributions and some inferential statistics were
also computed.
The researcher concluded that retreat-based training should be shorter than eight days,
the monthly inservice in its current state is ineffective as a training design, and while nine
training formats were found to be effective, the lecture-only format was found to be
ineffective in preparing RA's for their positions.

April Adams, The study of the perceived effectiveness of resident assistant training at
Rowan University, 2000, Dr. Thomas Monahan, Higher Education Administration.

MINI-ABSTRACT

The purpose of this study was to determine the effectiveness of training design,
format and length in preparing RA's for their positions. The researcher concluded that
the internship, summer training and winter training were effective designs. The lectureonly training format was not effective in preparing RA's for their positions. The monthly
inservice was found to be ineffective as a training design and the length of summer
training was the only design in which a majority of respondents did not feel it was the
appropriate length.

April Adams, The study of the perceived effectiveness of resident assistant training at
Rowan University, 2000, Dr. Thomas Monahan, Higher Education Administration.
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CHAPTER I
Introduction and Background
This research is about the training of residence hall staff at Rowan University in
Glassboro, New Jersey. Its purpose is to study the formats and designs used during
training as well as the length of the training and to assess their effectiveness.
Rowan University began as a normal school in 1923. It consisted of one building
and 236 young men and women who aspired to be teachers. Much has changed over the
years. Rowan has been transformed into a mid-sized university with 38 bachelors, 12
masters, and 1 doctoral program. Notwithstanding its increasing regional reputation,
Rowan continues to draw more than 95% of its student population from within the state
of New Jersey. Accordingly, a majority of Rowan students live within two and a halfhours of the school. As a result, many resident students go home on weekends and days
off. There is also a large commuter population, which does not usually get involved in
campus activities.
Rowan has eight residence halls and three campus apartments for students. The
capacity of these buildings is roughly 2,400 students. Resident assistants (RA's) and a
hall director staff each building. The number ofRA's per building varies depending on
the size and the layout of the building. Supervising the campus functions is the assistant
vice president for residential life and student programs, who oversees the Office of
Residential and Campus Life as well as other campus offices. He reports directly to the
vice president for student affairs. An associate director of residence life oversees
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maintenance and operational areas. There are also three assistant directors, two of whom
are area directors who supervise the hall directors. The third assistant director is in
charge of all programming, hiring, and training of staff. The assistant to the director is
responsible for room assignments, housekeeping, and other items. The hall directors
report to all of these professional staff depending on the area of concern. The RA's
report to and are supervised by the hall directors.
Resident assistants may be hired at numerous times throughout the year. A
majority of staff are selected and hired in the spring semester for the next school year.
Exceptions arise when staff members quit at mid-year, graduate in December, decide not
to return, or are terminated. The selection process begins with the application phase,
which includes a screening for acceptable academic performance. RA's must have at
least a 2.25/4.00 G.P.A. to be on staff. Once their academic credentials have been
verified, all eligible candidates move to the second phase, which involves some group
activities and an interview. The candidates are observed while they work with other
people on tasks, and then they have an interview with the assistant director for
programming, hiring, and training and other professional staff or hall directors. Once all
interviews are completed, selected applicants are invited to go on to the third phase. This
number will depend on the number of qualified candidates as well as the number of
openings that will be available the following semester.
Phase three is called the internship, which is a five or six week process. Each
candidate is assigned to a host RA with whom to work and learn about the job. The
candidate must be on duty five times during the process as well as do a bulletin board and
two programs: an individual program and a team program. The RA's evaluate the
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candidates during this process, and recommendations are made by the RA's and the hall
directors to the professional staff who make the decisions about who will be
recommended to the assistant vice president for residential life and student programs for
hiring.
Once hired, the RA's are expected to attend summer training, which takes place
about a week and a half before the resident students return. Training is usually seven or
eight days long with free time to prepare the building.
These training sessions include topics such as: operational and administrative
paperwork; chain of command; and dealing with student issues such as depression,
academic achievement, social misconduct, personal problems, religious concerns,
roommate conflicts, suicide, and rape, as well as many other crises. All of this
information is presented in different formats and by different professional staff.
There are also sessions on community building, programming, goals, holding
floor meetings, time management, public safety/fire safety, judicial information, dealing
with confrontations, counseling or helping students, and customer service. Resident
assistants are involved in team-building activities in a relaxed atmosphere. Speakers are
brought in to discuss topics determined by the professional staff.
There are two sessions that receive very positive feedback every year. One is
Behind Closed Doors in which experienced RA's portray resident students with problems
or who disobey university policies. New staff members portray the RA's who discover
the situation or who are trying to help the student. This type of training provides the new
RA's with simulated problems, but it also allows them to make mistakes before they
experience real situations. The experienced staff provide the new staff with feedback on
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what they should do in similar situations. Lockerroom Talk is the other highly enjoyed
session. It involves a discussion of issues without any hall directors or professional staff
present. A few senior staff members usually lead this session. RA's enjoy the
opportunity to be together as a staff and to be able to talk about whatever is on their
minds.
When training begins, the RA's, many of whom do not know each other,
assemble in Mimosa Hall lounge. An Icebreaker usually starts the day and allows all the
participants to meet someone they do not know.

Much of the time after that is spent

discussing the functions and responsibilities of residence life and the resident assistant
position. Most sessions are conducted using a lecture style with discussion and
questions and answers. Some sessions have used role-plays and small group work. The
extent to which the intended information is actually acquired or learned by the RA's is
not known, but the extent to which they are successful in their jobs is directly related to
their understanding of this information.
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CHAPTER II
Literature Review
Resident assistants are students who are hired by colleges and universities to
assist other students with the transition to campus living and to be a resource for
information about the institution. They are called community advisors or various other
names depending on the individual schools. RA's have various job descriptions at these
schools as well. Some of the customary responsibilities are building community within
their halls or areas, informing residents about university policies, and enforcing these
policies (Upcraft & Pilato, 1982).
RA's are usually undergraduate students ranging from sophomores to seniors.
They are dispersed around campus in various residence halls. One aspect of the job is to
foster or create a sense of community for the residents in their area, whether it be one
long hallway or separate suites. RA's should be role models for the students they oversee
and should be aware of how the residents under their supervision are doing. In order to
build communities, RA's usually do some type of programming for the residents;
sometimes they are educational and other times they are purely social (Blimling &
Miltenberger, 1981).
RA's are the first students to return to school at the beginning of the semester and
the last to leave at the conclusion. They play many roles in their positions, including that
of role model. They assist in promoting activities on campus and encourage residents to
become and remain involved. RA's are an important information source for residents,
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and they are also responsible for informing residents about school policies and helping to
enforce them. Being a role model also means modeling appropriate behavior and study
skills. One of the most difficult aspects of being a role model is the realization of always
being an RA and a role model, whether in the residence hall or at social gatherings
(Blimling & Miltenberger, 1981). Another role that RA's play is that of counselor or
listener to students about their problems (Upcraft & Pilato, 1982). Even though RA's
are not trained counselors, they often give valuable advice and suggestions to students.
RA's provide their residents with information on various topics through floor meetings,
discussions, and programs. These are all aspects of the role of teacher. One final role
that is often neglected is that of student. RA's often spend so much time helping
everyone else with their problems that sometimes they do not have time to finish their
own course work. RA's need to remember that they have responsibilities for their own
education as well (Blimling & Miltenberger, 1981).
RA's make up an important part of the college community. The jobs that they do
are very time consuming and affect the lives of the students around them. To be effective
staff members, RA's need to be selected based on criteria that will benefit them as RA's,
and they need to be properly trained in their job. Training has been found to be a very
important aspect of the job performance (Upcraft & Pilato, 1982).
There are many different factors that influence the effectiveness of RA training,
including the actual training design, the length, and the delivery or formats used for
training. Discovering how each of these may contribute to the process may help
determine how to make training beneficial for the RA's.
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Schools use a variety of designs in training their staff (Upcraft & Pilato, 1982).
The most common are courses for academic credit before beginning the job, inservice
meetings held after starting the job, and retreat-based training sessions (Bowman and
Bowman, 1998).
Bowman and Bowman (1998) conducted research on training design in which
they surveyed colleges and universities that were members of the Association of College
and University Housing Officers International (ACUHO-I). Of the 704 member
institutions included in the research, 369 returned their surveys. In this research, they
determined that a majority of colleges and universities train their RA's through the use of
retreats and inservices combined. Retreats are defined as "multi-day intense training
immediately prior to the opening of the halls" (p. 21). Fifty-two percent of the
participants used this type of training, and 31% used retreats and inservices in
combination with academic courses, which RA's took during an academic term and for
which they received academic credit. The percentages of institutions that used only one
type were small (Bowman and Bowman, 1998). In RA's in College, Upcraft and Pilato
(1982) identified the academic credit-training course as the most effective or preferred
style. Reasons for this preference in training design may stem from their criteria for
effective training programs. According to Upcraft and Pilato, the following items must
be included in a training program: a study of student's personal and academic
development, self exploration, developing interpersonal skills, developing leadership and
group skills, and applications of situations that RA's will face on the job. To cover these
areas adequately, more than a week is needed. Offering the training for credit also
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provides a more serious tone to the training or class. Skills learned in this type of course
can be applied to many life situations.
Another factor that influences the effectiveness of training is length, which is
often dependent on the training design being used. Retreat-based training sessions have
ranged from one day to three weeks (Bowman and Bowman, 1998). In Redesigning Staff
Training, McLaughlin (1997) recommends that this type of training only last between
four and six days. The reason for this has to do with research on human behavior, which
suggests that after a couple days of confinement, as McLaughlin calls it, the mental
abilities of humans decrease, and thus learning is jeopardized. In order to keep the
attention of staff, training has to become more spectacular each day, sometimes by as
much as one and a half times more spectacular. This is clearly unreasonable. Another
suggestion that McLaughlin makes is that four 10-hour days may be more effective than
five 8-hour days. In "Does the Trainee Know Best?" Harbour's (1998) survey of
training programs found that participants thought the training program should last
approximately four and a half days. Presumably, after a longer period of time, the
trainees become restless and it becomes more difficult to keep their attention.
The final factor that influences the effectiveness of training is the delivery style or
format used. Upcraft and Pilato (1982) describe three types of format for training. They
include lecture, role-play, and experience-based. They further discuss them in reference
to being either ad hoc or planned. Silberman (1998), on the other hand, discusses seven
different styles or formats. He found that in lecture formats, participants only retain
about 5% of the information. The retention rates for other methods are as follows; 10%
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for reading, 20% for audiovisual, 30% for demonstrations, 50% for discussions, 75% for
practice by doing, and 90% for teaching others.
Training programs are designed to teach the participants skills that are essential or
beneficial to either their job performance or personal growth. Trainers become the
teachers who are trying to relay the information to the participants who are the students.
For a training session to be effective, participants/students must learn or comprehend the
material that is being presented. Summer RA training sessions are similar to classroom
instruction in that students are sitting in a room with a facilitator or teacher. This may be
different from some on-the-job training programs that are more hands-on where, working
side by side, employees learn as they go. The internship training that occurs before RA's
are hired is a more hands-on approach to see what actually happens on the job.
If training is linked to learning, how students learn and what influences learning
becomes important to the effectiveness of the program. Some things that affect learning
are individual learning styles.
Dunn, Beaudry, and Klavas (1989) state that a "learning style is a biologically
developmentally imposed set of personal characteristics that make the same teaching
method effective for some and ineffective for others" (p. 50). Silberman's (1988)
classifications for learning styles are visual, auditory, and kinesthetic. Visual learners
depend on what they see in order to learn; they prefer sequential presentations using
videos, slides, and demonstrations. They are usually quiet and take notes to keep a visual
record of the information. Auditory learners are usually the talkative students in class.
They learn best by hearing the information and thus prefer lectures, discussions, and
question and answer formats. Kinesthetic learners are more impulsive and fidgety in
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class. They like hands-on activities, role-plays and group exercises, and thereby learn
best by doing. Since students possess different ways of comprehending information,
trainers need to adapt to their styles. Neely and Alm (1992) state "If students do not learn
the way we teach, let us teach the way they learn" (p. 11 2).
These characteristics must be taken into consideration when deciding on the type
of training session and the time period. Bowman and Bowman (1998) found that 85% of
the schools in their survey used lectures, 95% used discussions, and 91% used role-plays.
What these statistics do not reveal is the percentage of the entire program that each
format encompassed. McLaughlin (1997) suggests that training programs should be
segmented with 20% of the time devoted to lecture, 10% social, and 70% being active.
This active time could incorporate some of the role-play and the discussions, but there is
much more that can be done. Another suggestion by Bowman and Bowman is to
incorporate multiple methods of instruction within each individual topic area. Therefore,
lectures should not be used alone for teaching administrative tasks while group
interaction is used solely for teaching programming.
Using multiple methods of delivery will also increase comprehension and
understanding levels, since not all students learn the same way. Providing variety helps
to meet everyone's learning style needs while simultaneously keeping everyone from
falling into a dull pattern (Upcraft & Pilato, 1982).
In his book, Silberman (1998) writes, "The key to effective training, however, is
how the learning activities are designed so that the participants acquire knowledge and
skills rather than merely receive them" (p. 1). Silberman goes on to quote Confucius in
saying "What I hear, I forget, What I see, I remember, What I do, I understand" (p. 2).
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Silberman then creates his own active training credo, which is similar to that of
Confucius:
When I hear I forget, when I hear and see, I remember a little, when I hear, see
and ask questions or discuss with someone else, I begin to understand, when I
hear, see, discuss and do, I acquire knowledge and skill, when I teach to another, I
master. (p. 2)
If RA's are merely given information, they may not internalize very much of what
is being said. As a result, they may forget most of it within hours or days. IfRA's are
taught the skills and knowledge and internalize the information, it will have lasting
effects. They may be more confident in doing their jobs, knowing they know what to do.
Similarly, in 500 Tips for Trainers, Race and Smith (1996) state that people remember
more when they are actively involved and having fun. Harbour (1998) found that the
most highly effective trainee techniques include illustrated lectures, small group
simulated exercises, small group problem solving, and case studies. He found that adults
learn better through active learning techniques.
Active training occurs when participants are involved in the learning process.
The active training concept can be linked to Maslow's hierarchy of needs. The first two
levels/stages are safety and security, followed by belongingness, love, and acceptance.
People have a need to belong and be liked. Active training sessions enable students to
work together, build bonds, and perhaps be accepted by others (Silberman, 1998).
In Residence Hall Assistants in College, Upcraft and Pilato (1982) describe one
training program that has been shown to be effective. This academic credit model focuses
on the importance of developing the RA personally and academically. Extensive amounts
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of time are given to the development of the RA's own self, interpersonal skills,
leadership, and group interaction skills. All the "nuts and bolts" aspects can be left to preopening training. This academic course training begins six to eight months before the
RA's begin their job. Training is divided into a 10-week course with two 2-hour sessions
per week. During this time RA's have an opportunity to learn about themselves as well
as others while gaining academic credit. The academic credit conveys the idea that this
information is very important and not to be taken lightly. RA's who do not successfully
complete the program are not considered for hiring.
Upcraft and Pilato (1982) report that residence life professional staff, not
counselors, should conduct these training sessions. The success of this program was
determined through a survey given to residential students. In this survey, the researchers
were able to construct a group comparison. One group consisted of all of the individuals
who had undergone the entire training effort. The comparison group included a small
number of individuals who, because of scheduling conflicts or other reasons, did not
participate in the training. Other than the training variable, the two groups did not differ
in any systematic way. RA's were rated on availability, approachability, information and
referral, student conduct, floor atmosphere and programming. The RA's who attended
the training session performed better than the others in every job performance area.
Many people are comfortable with traditional training styles, but today's college
students are ready and prepared for a different method. "If you want students to be more
flexible, you must be more flexible yourself" (Sternberg, 1994, p. 39). In an effort to
make training more effective, a better way to teach the participants what they need to
know is by knowing who they are and how they learn.
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There are many ways to train staff members and individuals. Each training
program is very unique depending on the age of the participants and whether they all do
the same type of work or do very different things. The effectiveness of a training
program also depends on many different things. The delivery method or technique is
merely one of the ways that influences the end result of the training program. Resident
assistant training programs are unique in that all students or participants will essentially
be doing the same or similar jobs after the session. They do not actually do the same
work because each building is very different and requires certain things. The apartment
complexes also differ from the traditional residence hall buildings.
Most research that has been done used many different schools to determine what
is being done and how effective it can be. What works at one particular school may not
work or be effective at another school. In this study, I examined what has been done at
Rowan and what was most beneficial to the RA's. The result of this study may help
Residence Life optimize its training program by determining which sessions are effective
and which ones need improvement or change. It will also help to identify which formats
are most effective for the students who are presently on staff which will enable them to
adapt the existing program to accommodate some of these changes.
In conducting this study, I looked at the types of designs and formats currently
being used and how effective they are in preparing RA's for their job. I also looked at
how the length of training affects the RA's as well as what might be done to make the
whole process more effective.
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CHAPTER III
Statement of the Problem/Research Questions
RA's must be prepared to handle some very serious situations. As a result,
training can not be taken lightly. If staff complete their training without the knowledge
and understanding they need to do the job, some very serious problems may result.
Although RA's never have to be alone in a situation, they need to be able to make
decisions quickly.
In order to determine if staff training is effective, the methods used for each
session need to be questioned. Training programs often encompass many different
techniques for training staff, and some are more effective than others. The ones that are
found to be ineffective need to be changed or modified to meet the needs of both the staff
and students.
This study examined three components of training programs to measure their
effectiveness: (a) design, (b) format, and (c) length.

Research Questions
1. What are the perceptions of administrative supervisors /residence life staff and
resident assistants at Rowan University regarding the effectiveness of RA training in
adequately preparing them for their jobs?
(a) to what extent has the design of resident assistant training been perceived as
having contributed to effective participant learning?
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(b) To what extent has the length of resident assistant training been perceived as
having contributed to effective participant learning in terms of
(i)

duration, and

(ii)

length of specific sessions

(c) To what extent has the format of resident assistant training been perceived as
having contributed to effective participant learning?
2. What changes or revisions to resident assistant training should be encouraged to
increase RA skills, knowledge, and job performance.

Variables
There are three independent variables and one dependent variable for this study.
The independent variables are: format, length and design of RA training. The types of
format that were studied were lecture, discussion, role-play, and interactive small group
sessions. For the purpose of this research the following definitions or criteria were used.
Lectures include any presentation or session in which the presenter(s) do most of the
talking or explaining without active participation from the audience or staff. Discussions
involve more active participation from the audience and the time is spent in a question
and answer fashion. Small group interactive formats are when the entire group is
separated into smaller groups to achieve or accomplish a task or tasks. Role-plays are
dramatizations done by the participants to replicate real scenarios that have or could
happen.
The types of design include inservice, retreat and academic courses either for
credit or not for credit. Length involved the length of each design as well as the length of
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particular sessions during summer or winter training. The dependent variable is the
perceived effectiveness of the training program. There are also numerous control
variables being used. They include gender, years in school, training designs, employment
status, and learning styles.
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CHAPTER IV
Methodology
Participants
The participants in this research study included the assistant vice president for
residential life and student programs, the associate director of residence life, the 3
assistant directors or residence life, the assistant to the director of residence life, 9
resident hall directors, and 68 current or former resident assistants. Of the 68 resident
assistants, 31 were first year staff members, 18 were second year staff members, 11 were
third year staff members, and 8 were no longer on staff. Because of the small size of this
participant population, all members were sampled with certainty.

Data Collection
This study encompassed data collection from a survey administered to all resident
assistants and professional staff members as well as some archival information. The
survey was administered to the RA's and the professional staff in the spring of 2000.
Additional archival data came from a short questionnaire distributed to returning RA's
during the summer of 1999. A questionnaire was sent to 33 returning staff members and
dealt with preferences in styles of presentation and areas that need more or less time
during summer training. Of the 33 surveys sent out, 17 were returned. Other archival
data came from evaluations of the summer training sessions from the summer 1999.
Evaluation forms were distributed to 60 resident assistants who had completed the
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summer training. The evaluation used open-ended questions, asking for feedback on
each individual training session. The evaluations were handed out and returned in
September 1999 to the assistant director of residence life. Twenty-six surveys were
returned.

Instrumentation
The survey used in this research was constructed to gather information from the
staff on the effectiveness of training. The first question addressed the training designs.
Participants could answer with one of the following choices; very effective, somewhat
effective, somewhat ineffective, very ineffective, or does not apply. These answer choices
each were given a number value, 4, 3, 2, 1, 0, respectively that would assist in analyzing
the data. The answer choices for the second question, which dealt with length, were too
long, about right, too short and does not apply with number values of 3, 2, 1, 0
respectively. Question three addressed the issue of format and had the same answer
choices as question one. The RA's survey also included demographics such as gender,
years in school, employment status, training designs, and learning styles.
The summer questionnaire addressed the following topics: effectiveness of
training formats, effectiveness of training areas, and where to go on the free day. The
respondents were asked to rank the training formats in order of preference, with one
representing the most effective and six the least effective format. The following training
areas were also evaluated to determine if there was sufficient training in each area: office
and campus procedures,professional development, personal development and
paperwork. The questions were broken down into possible sub-areas that may need
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improvement as well as choices for trainingis sufficient and an other category. The
summer training evaluations consisted of twenty-nine questions. Each question described
the training session and then asked for feedback on the session. These were all openended questions. The survey that was designed for this research addressed the first and
second research question, while the archival data helped to address the second research
question only.

Data Analysis
Descriptive statistics were computed using SPSS, a statistical analysis program.
Frequency distributions were computed. Some inferential statistics were also computed
to examine differences in responses based on gender, class, or dominant learning styles.
Means were compared to determine if there was any statistical significance in responses.
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CHAPTER V
Results/Findings
RA Surveys
Surveys were sent to 60 resident assistants who were currently on staff and 8 who
left staff mid-year for reasons other than graduating. Of the 68 surveys sent, usable
responses were received from 50 respondents all of whom were, at the time of data
collection, currently on staff. I was seeking to determine if the current formats, style, and
length of training were effective in preparing the RA's for their positions.

Table 1
RA's perceived effectiveness of training designs in preparing RA's for their positions
Very
Effective

Somewhat
Ineffective

Somewhat
Effective

Does not
Very
Ineffective apply

Summer Training

26

40

6

0

26

Internship

38

34

4

2

22

Inservice

2

40

40

12

Winter Training

6

50

34

4

6
6

Note: Responses are provided above in percentages; for some items, the sum of percentages may not
equal 100% because of rounding.

Table 1 shows that a majority of respondents perceived that summer training, the
internship, and winter training were either very effective or somewhat effective. Only

20

42% perceived that the inservice was as effective. In fact, 40% of the respondents felt
that the inservice was only somewhat effective, a perception shared by 50% about winter
training.

Table 2
RA's perceived adequacy of length for each training design
Too
Long

About
Right

Too
Short

Does not
apply

32

42

0

24

Internship

18

58

0

22

Inservice

12

78

0

2

Winter
Training

8

60

28

2

Summer
Training

Note: Responses are provided above in percentages; for some items, the sum of percentages may not
equal 100% because of rounding.

Table 2 shows that a majority of respondents felt that the internship, the monthly
inservice and winter training were about right in regards to their length. Forty-two
percent of respondents also felt that summer training was about right, but 32% felt that
summer training was too long.
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Table 3
RA's perceived effectiveness of training formats on preparing RA's for their positions
Very
Effective

Somewhat
Effective

Somewhat
Ineffective

Very
Ineffective

Does not
apply

Lecture
Only

0

30

48

18

0

Discussion
Only

18

60

14

4

0

Small Group
Only

16

62

10

4

2

Role Play
Only

32

44

12

4

4

24

64

8

0

0

18

64

14

0

0

Discussion/
Small Group

48

44

4

0

0

Role Play/
Discussion

48

40

4

2

2

Role Play/
Lecture

14

54

18

2

8

Role Play/
Small Group

28

50

12

0

6

Lecture/
Discussion
Lecture/
Small Group

Note: Responses are provided above in percentages; for some items, the sum of percentages may not
equal 100% because of rounding.

Table 3 shows that a majority of respondents perceived that nine out of the ten
formats were effective. Sixty-six percent of respondents felt that the lecture only format
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was ineffective with 48% answering somewhat ineffective and 18% answering very
ineffective. Of the nine formats perceived to be effective, two formats had high
percentages of very effective responses. Forty-eight percent of respondents perceived the
discussion/small group and the role play/discussion formats to be very effective.
In addition to the descriptive statistics, I also ran some inferential analyses to
determine if there was any statistical significance based on categorical variables. I chose
gender and class rank for these analyses. Of all the variables, these were the most likely
to influence the respondents' answers due to the fact that older students have more
experiences on campus, may be at a different stage developmentally, and may have been
on staff for a longer period of time than younger students. Gender is also important
because there are many known differences between males and females with how they
interact with others.
I ran an independent samples t-test. One statistically significant difference was
found in males and females relating to the effectiveness of the role-play/lecture training
format (t(36.185) = 2.204, p = .034). The males perceived this training format to be
somewhat effective, while the females perceived it as somewhat ineffective. This
difference may be a result of differences between males and females in the way they
learn or it may be a result of individual differences between these students. There were
also two statistically significant items found for class rank. Both of these dealt with the
effectiveness of training designs. Underclassmen found the monthly inservice to be more
effective than did the upperclassman (t(48)= 2.389, p= .021). The upperclassman
perceived the monthly inservice to be somewhat ineffective, while the underclassmen
perceived it as somewhat effective. Inservices may be more beneficial for the
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underclassmen, many of which are new staff members. The upperclassmen may find
them to be more repetitive and less important. Summer training was the other design in
which a statistically significant difference was found. The upperclassmen perceived
summer training to be somewhat effective while the underclassmen perceived it to be
somewhat ineffective (t(47)= -2.141,p=.038). A majority of underclassmen are first year
staff members and perhaps summer training did not prepare them enough for the job,
whereas upperclassmen who are returning staff members have already participated in
other training programs and on the job situations and thus felt more confident after
summer training.
A one-way Anova was done to compare responses based on dominant learning
styles; however no statistically significant differences were observed.
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Table 4
RA feedback on training
Response

Percentage

Provide more hands on sessions
Shorten lectures
Provide different training for returning staff
Lengthen winter training
Focus on real life situations
More interaction between RA's
Eliminate more people before internship
Shorten summer training
Make inservices better
More breaks/building prep time
Focus on RA development and expectations
More clarity of policy and rules
Longer behind closed doors during winter training
Shorten the internship
Allow interns to write in duty log
Inform staff of available resources
More fun
2-3 day camp retreat

18
10
10
8
8
6
4
4
4
4
4
4
2
2
2
2
2
2

Table 4 shows the possible changes to the current training programs that would
improve effectiveness as perceived by the RA's. There were no comments that were
made by a majority of staff members, but the responses provide a wide range of changes.
Out of the five top responses, three of them dealt with either training format or length.
The other two changes dealt with content.

25

Professional Staff Surveys
Surveys were distributed to 15 professional staff and residence hall directors. Of
the 15 surveys, usable responses were received from 13. Descriptive statistics were also
computed on these responses.

Table 5
Professional staffs perceived effectiveness of training designs in preparing RA's for their
positions
Very
Effective

Somewhat
Effective

Somewhat
Ineffective

Very
Does not
Ineffective apply

Summer Training

38

62

0

0

0

Internship

54

31

8

0

8

Inservice

8

23

54

15

Winter Training

0

77

23

0

0
0

Note: Responses are provided above in percentages; for some items, the sum of percentages may not
equal 100% because of rounding.

Table 5 shows that a majority of professional staff perceives that summer training,
the internship and winter training are effective training designs. Fifty-four percent of
respondents perceived the internship to be very effective as well as 31% responding
somewhat effective. Sixty-two percent of respondents found summer training to be
somewhat effective, while 77% of respondents perceived winter training to be somewhat
effective. The inservice on the other hand was perceived to be somewhat ineffective with
54% of respondents.
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Table 6
Professional staffs perceived adequacy of length for each training design
Too
Long

About
Right

Too
Short

Does not
apply

Summer
Training

23

46

31

0

Internship

15

85

0

0

Inservice

0

77

15

8

Winter
Training

8

54

38

0

Note: Responses are provided above in percentages; for some items, the sum of percentages may not
equal 100% because of rounding.

Table 6 shows that a majority of respondents perceived the internship, the
inservice and winter training to be about right in regards to length of time. Forty-six
percent of respondents perceived summer training to be about right while 31 % perceived
it to be too short, and 23% perceived it to be too long.
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Table 7
Professional staff s perceived effectiveness of training formats on preparing RA's for
their positions
Very
Effective

Somewhat
Effective

Somewhat
Ineffective

Very
Ineffective

Does not
apply

Lecture
Only

0

38

31

31

0

Discussion
Only

0

61

31

8

0

Small Group
Only

8

46

31

15

0

Role Play
Only

23

46

23

8

0

38

61

0

0

0

31

61

8

Discussion/
Small Group

38

61

0

0

0

Role Play/
Discussion

77

23

0

0

0

Role Play/
Lecture

46

55

0

0

0

Role Play/
Small Group

46

46

0

8

0

Lecture/
Discussion
Lecture/
Small Group

0

Note: Responses are provided above in percentages; for some items, the sum of percentages may not
equal 100% because of rounding.

Table 7 shows that a majority of respondents perceived nine of the ten formats to
be effective. The lecture only format is the only one not perceived to be effective.
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Thirty-eight percent of respondents perceived it to be somewhat effective, while 31%
perceived it to be somewhat ineffective and 31% perceived it to be very ineffective.
Seventy-seven percent of respondents perceived the role play/discussion to be very
effective.

Archival Data
The summer questionnaire was mailed to 33 returning staff members to gather
preferences in training formats and to obtain information on areas that need more
emphasis. Usable responses were received from 17 staff members. Descriptive statistics
were computed for these responses.
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Table 8
RA's perceptions of the format in which they learn best is

2

No Response

Ranking
3

4

5

6

Format

1

Role Play

35

18

18

0

12

0

18

RA Presentations

18

29

18

6

0

6

24

Professional Staff
Presentations

0

0

0

29

18

29

24

Handouts

0

0

6

24

24

24

24

Manual

0

0

18

18

24

18

24

Hands On
Experience

29

29

18

0

0

0

24

Note: Responses are provided above in percentages; for some items, the sum of percentages may
not equal 100% because of rounding.

RA's were asked to rank the six training formats according to their effectiveness
in fostering learning. A ranking of"l" was to be the most favored and "6" the least
favored. The responses are found in Table 8, which shows that a majority of staff
perceive role-plays, RA presentations, and hands on experiences to be the top three
formats for optimal learning. A majority of staff also perceive professional staff
presentations, handouts and the training manual to be less effective than their
counterparts.
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Table 9
RA's perceptions on whether additional training is needed in each of the following areas
of office and campus procedures
Area

Percentage

Operational responsibilities, check-in,
RCR's, housekeeping, work orders

24

Judicial Procedures

29

Campus resources

24

Other

18

Training is sufficient

29

Table 9 shows the responses to the area dealing with office and campus
procedures. While there is no area in which a majority of RA's perceive a need for more
training, 29 % of respondents see a need for more training on judicial procedures, while
24% feel a need for more training in both operational areas and campus resources.
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Table 10
RA's perceptions on whether additional training is needed in each of the following areas
of professional development

Area

Percentage

Dealing with confrontations
Diversity
Documenting Incidents
Bulletin Boards & Programming
Learning about other residence halls
Other
Training is sufficient

65
24
18
6
29
6
6

Table 10 shows that 65% of respondents see a need for further training in dealing
with confrontations. The areas of learning about other residence halls, diversity, and
documenting incidents were also noted as needing more emphasis with percentages of
29%, 24%, and 18%, respectively. Only 6% of respondents feel that training in
professional development is sufficient.
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Table 11
RA's perceptions on whether additional training is needed in any of the following
personal development areas

Area

Percentage

Time Management
Leadership Development
Other
Training is sufficient

35
24
12
35

Table 11 shows that, in the area of personal development, 35 % of respondents
feel that training is sufficient; however an equal number of respondents feel a need for
more training in time management. An additional 24% feel a need for more training in
leadership development.

Table 12
RA's perceptions of whether additional training is needed in each of the following areas
dealing with paperwork

Area

Percentage

Goal sheets
Frontlines
Journals
Program forms
Other
Training is sufficient

0
18
12
6
12
59

Table 12 shows that a majority of respondents feel that training is sufficient in the
area of paperwork. Only 18% of respondents felt a need for more training on frontlines,
and only 12% saw a need for more training on journals and other areas.
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Summer Training Evaluations
The summer training evaluation included open-ended questions, in which RA's
would provide feedback on each individual training session as well as the overall
training. Of the 60 evaluations that were handed out, usable responses were received
from 26 RA's. These evaluations were coded and responses were tabulated.

Table 13
RA feedback on Scavenger Hunt
Responses

Percentage

Enjoyable
Fostered team building/bonding
Fun activity
Fostered creative thinking/problem solving
Provided campus orientation
Confusing/didn't understand the point
Did not enjoy the activity
Picture taking was not effective
Increased staff morale
An OK activity

80
62
23
19
15
12
8
4
4
4

The scavenger hunt was an activity in which RA's were divided into small groups
and had to go around campus taking pictures and using their creativity. Table 13 shows
that a majority of respondents enjoyed this activity and felt that it was positive in one way
or another. About 24% of respondents had a negative comment to say about this activity.
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Table 14
RA feedback on training week introduction and overview
Responses

Percentage

Provided good overview ofjob expectations
Already knew information
Helpful to new staff members
Did not provide overview of job expectations
Good lecture
Reality check
Very cut and dry
Helped to hear from experienced staff
Approach was harsh

73
23
12
4
4
4
4
4
4

The training week overview was a lecture/discussion session in which the
expectations of training were addressed. Table 14 shows that a majority of respondents
perceived this training session to provide a good overview ofjob expectations. About
31% of respondents found this training session to be not helpful or too harsh.
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Table 15
RA feedback on area meetings
Responses

Percentage

Helpful, covered important material
Didn't learn anything, not helpful
Confusing, don't remember
Provided good background
Learned to beat other team
More focus on north hall pride

73
23
8
4
4
4

The area meetings were a lecture/discussion session in which each area
coordinator introduced themselves to their staff and addressed any important information
that the staff needed to know. Table 15 shows that 73% of respondents found this session
to be helpful and covered important material,while 31% of respondents did not learn
anything or do not remember what this session was.
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Table 16
RA feedback on programming and goal session
Responses

Percentage

Helpful, informative
Very productive
New forms are better
Pointless/didn't help
Building themes are difficult
Don't remember
Nice break from lecture

88
27
12
4
4
4
4

The programming and goal session was a lecture/small group activity in which
each building staff worked as a group. Table 16 shows that a majority of respondents
found the programming and goal session to be helpful/informative and productive. Only
8% of respondents felt this session was ineffective or couldn't remember it.

Table 17
RA feedback on new staff meeting with the assistant director for
programming and hiring

Responses

Percentage

Helpful/fun
Not Applicable
Not helpful/already knew information
Great lecture
Don't remember
Good team activity

42
8
8
8
8
4

The new staff meeting was a lecture/discussion session. Table 17 shows that
although 8% did not feel this session was helpful, 42% did perceive it to be helpful and
fun.
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Table 18
RA feedback on Behind Closed Doors Preparation
Responses

Percentage

Plenty of time for preparation
Signups were clear
Not applicable
Well organized
Learned a lot
Confusing

38
31
12
4
4
4

The behind closed doors preparation session used role-plays/small group
interaction. Table 18 shows that although no majority perceptions were reported, 38%
felt that there was adequate time for preparation, and 31% felt that the assignments were
clear. Only 4% felt that this activity was confusing, while 12% stated it was not
applicable to them.
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Table 19
RA feedback on Behind Closed Doors
Responses

Percentage

Learned how to deal with confrontations
Not enough time
Appropriate amount of time
Situations were exaggerated
Too much time/activity too long
Hands on approach helpful
Not applicable
Not helpful/useful
More efficient transitions needed
Placement in training week appropriate
Ran smoother than last year

65
27
27
12
8
8
8
4
4
4
4

Behind Closed Doors was a role play/discussion session in which experienced
staff portrayed residents with problems and new staff had to figure out how to solve the
problems. Table 19 shows that a majority of respondents felt that this activity helped
them deal with confrontations, while 8% felt that this activity was too long or not
applicable. A majority of respondents made comments on the length of time of time
activity. The responses varied with no one having the majority. Twenty-seven percent of
the respondents felt that there was not enough time, 27% of respondents also felt that
there was an appropriateamount of time, while 12% felt there was too much time.
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Table 20
RA feedback from Behind Closed Doors discussion session with the assistant vice
president for residential life and student programs
Responses

Percentages

Helpful
Clarified rules and what to do
Not applicable
Opportunity to relate to others' experiences
Too long/boring
Not as helpful as RA's feedback
Repetitive
Contradicted what the RA's said
Don't' remember
Needs to be more positive

27
23
12
12
8
8
4
4
4
4

This session was discussion-based. Table 20 shows that many of respondents had
positive responses to the discussions with the assistant vice president for residential life
and student programs. However, some of the respondents felt that the session had some
problems or that it was too long and boring.
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Table 21
RA feedback from time management session
Responses

Percentages

Helpful/good ideas
Not helpful/too extreme
Boring/waste of time
Not applicable

38
23
15
12

The time management session was a lecture/discussion session. Table 21 shows
that 38% of respondents felt that this session was helpful, while another 38% felt it was
either not helpful or boring.

Table 22
RA feedback on first floor meeting session
Responses

Percentages

Helpful/good ideas
Not applicable
Too much time
Don't remember

50
12
4
4

The first floor meetings session was a small group discussion. Table 22 shows
that 50% of respondents felt that the session was helpful and provided good ideas while
only 4% had reported that it took too much time.
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Table 23
RA feedback on Behind Closed Doors Rotation
Responses

Percentages

Good use of time/variety
Too much time/drawn out
Not applicable
Don't remember
Not organized enough

73
12
4
4
4

Table 23 shows that a majority of respondents felt that the rotation schedule was a
good use of time/variety. Only 20% of respondents felt that the rotation was too long, not
organized enough or couldn't remember.

Table 24
RA feedback on Public Safety and Judicial procedures
Responses

Percentages

Well done/learned a lot
Realistic/unexpected
Explained well
Visual format very helpful
Boring

85
38
31
27
8

The Public Safety and Judicial procedures session involved both role play and
discussion. Table 24 shows that a majority of respondents felt this session was well
done/learned a lot. The responses for this session were very positive, and only 8% of
respondents had any negative comments about this session; their response was boring.

42

Table 25
RA feedback on policy review with the assistant vice president for residential life and
student programs

Responses

Percentages

Very thorough
Long/boring
Not applicable
Assistant Vice President
should present more

80
15
4
4

The policy review was a lecture/discussion session. Table 25 shows that a
majority of respondents felt that this training session was very thorough while 15% felt
that is was too long and boring.

Table 26
RA feedback on operational overview
Responses

Percentages

Too long/boring
Helpful
Didn't learn much/don't remember
Not helpful to returning staff
Not clear or loud enough
Good to see office viewpoints
Not applicable

42
38
35
4
4
4
4

The operational overview session was mostly lecture with minimal questions or
discussion. Table 26 shows that a majority of respondents did not find this session to be
helpful. Forty-two percent found it to be too long/boring,while 35% felt they did not
learn much. Only 38% felt that it was helpful.
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Table 27
RA feedback on responsibilities of the assistant to the director of residence life
Responses

Percentages

Helpful/informative
Too long/boring
Not helpful/don't remember
Short and to the point
Already knew information
Not applicable

77
15
8
8
4
4

This session was a lecture/discussion session. Table 27 shows that a majority of
respondents felt that this session was helpful/informative, while 23 % did not feel it was
helpful or felt it was too long.

Table 28
RA feedback on Lockerroom Talk
Responses

Percentages

Great
Best training session/learned a lot
Relieved fears about job
Undecided

88
19
4
4

Lockerroom Talk was a predominately discussion based session. Table 28 shows
that a majority of respondents felt this session was great, 19% reported that it was the
best session and that they learned a lot. No one claimed it was not helpful, but 4%
claimed they were undecided.
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Table 29
RA feedback on Building ChaRActer conference
Responses

Percentages

Enjoyable/fun
Many good ideas discussed
Chance to interact with other schools
Appropriate length
Workshops/speakers were good
Too long
Too short
More schools needed
Didn't learn much
Good choices for sessions
Speakers not prepared

46
31
23
19
19
15
12
8
8
4
4

The Building ChaRActer conference incorporated many different formats, but
would best be classified as lecture/discussion. Table 29 shows that a majority of
respondents felt that the conference was either enjoyable/fun or good ideas were
discussed. Only 20% felt that there were things that needed to be improved.
Respondents' answers varied with 19% claiming appropriatelength, 15% claiming too
long, and 12% claiming too short.
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Table 30
RA feedback on the helping relationship-counseling center
Responses

Percentages

Boring/monotone
Didn't learn anything
Not applicable
Too long
Made RA's feel uncomfortable
Not interactive enough
Ok/already knew information
Helpful

38
23
19
8
4
4
4
4

The helping relationship session was a combination of lecture/discussion and roleplay. Table 30 showed that only 4% of respondents felt this session was helpful, with
another 4% claiming it was OK/already knew information. The majority of respondents
felt that is was either boring/monotone, or that they did not learn anything.
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Table 31
RA feedback on back in the halls again
Responses

Percentages

Helpful
Not applicable
Don't remember
Didn't learn anything

31
12
4
4

Back in the halls again was a small group discussion session. Table 31 showed
that although there was no majority response, 31% thought the session was helpful, while
only 4% claimed they didn't learn anything.

Table 32
RA feedback from customer service session
Responses

Percentages

Helpful/fun
Reality check
Provided good ideas
Too long
Not helpful

73
19
15
8
8

The customer service session was lecture/discussion. Table 32 shows that a
majority of respondents felt the customer service session was helpful/fun, while only 8%
felt it was not helpful.
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Table 33
RA feedback on game show
Responses

Percentages

Informative
Learned new things

96
50

The game show was an interactive session were the staff was divided into teams to
answer questions. Table 33 shows that all the responses for the game show were positive
with 96% claiming it was informative and 50% stating that they learnednew things.

Table 34
RA feedback the session with the Student Crime Prevention Practitioners (SCPP)
Responses

Percentages

Not helpful
Helpful
Couldn't hear
Good interaction
Ok
Boring/repetitive/too long
More interactions needed
Fun
Not realistic
Should be earlier in week

35
27
15
12
12
12
8
8
4
4

The RA/SCPP session involved both discussion and role-play. Table 34 shows
that although no majority perceptions were reported, 35% of respondents felt the session
was not helpful, while 27% felt it was helpful.
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Table 35
RA feedback on visiting lecturer
Responses

Percentages

Enjoyable/interesting
Insightful/energizing
Too long/boring
Not point to some activities
Somewhat ineffective

92
38
19
4
4

This was a diversity session presented by an outside speaker. The session began
with each RA making something, out of pipe cleaners, which symbolized themselves.
There were various games in which the RA's had to move around the room and interact
with other RA's. It also included an activity that addresses issues or characteristics that
separate people from the majority. Table 35 shows that 92% of respondents felt that this
session was enjoyable/interesting.
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Table 36
RA feedback on training week as a whole
Responses

Percentages

Fun/enjoyable
Adequate prep time
Better than last year
Good staff interaction/bonding
More EIRC time needed
More building/area prep time needed
Very organized/liked format and prizes
Too long/repetitive
Learned a lot
Provide lifesaving, emergency medicine or
CPR training
Lectures were draining
Last minute emergencies a problem
More interactive sessions needed
Too tiring/start each day later
Need more time to settle in
More emphasis on paperwork needed

35
31
23
19
12
12
8
8
8
4
4
4
4
4
4
4

Table 36 shows the responses to the final question pertaining to the training week
as a whole. The responses with the highest percentages are positive and reflect a good
training. Twenty-four percent of respondents felt that there needed to be more time for
preparation or going to Educational Information Resource Center. The remainder of
responses all came from under 10% of the respondents.
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CHAPTER VI
Summary of Findings
The purpose of this study was to determine the effectiveness of training in
preparing RA's for their positions. It specifically looked at training design, format and
length. Regarding design, a majority of both the RA's and the professional staff found
summer training, winter training, and the internship, but not the inservice, to be very or
somewhat effective. Summer and winter training are comprehensive training designs that
incorporate many aspects of the RA's job responsibilities. The internship is an involved
process meant to determine which students would make good RA's. The monthly
inservice, as used at Rowan, is not always designed to teach or train RA's. Since it is the
only opportunity that the staff has to get together as a whole, inservices are sometimes
informational, providing RA's with important dates and events. Other times there are
speakers or topics for discussion meant to enhance RA's job performance. Since the
inservice is not always used as a training design, this may contribute to its not being
perceived as being as effective as other designs by the RA's or the staff. If the monthly
meetings were always geared toward improving or developing the RA's, then perhaps its
perceived effectiveness in terms of training might improve.
The RA's and professional staff had similar beliefs on the length of each training
design. The duration of winter training, the internship, and the inservices were perceived
by a clear majority of both RA's and professional staff to be about right. However, there
was not a similar majority about the summer training. Among the RA's, 32% felt it was
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too long, and among the professional staff, 23% felt it was too long, but 31% felt it was
too short. Since summer training is usually seven or eight days, the response of too long
matches what McLaughlin (1997), and Harbour (1998) claim. McLaughlin states that
this type of RA training should last between four and six days, Harbour's research
showed respondents preferred about four and a half days. McLaughlin's research shows
that after the optimal time, it become harder to keep the attention of the participants and
to have them learn. It is interesting that no RA's felt summer training was too long, but
31% of the professional staff did. One reason for this may be the fact that the RA's are
attending all the training sessions while most professional staff only are involved with a
couple sessions. Another reason may be that the professional staff believe that the RA's
need more training to be properly prepared for their positions.
The questionnaire did not address the length of individual training sessions;
however, feedback was taken from the summer training evaluations. Some of these
evaluations included questions where responses included things like: too long/boring, not
enough time, helpful, and not helpful. Among those training sessions that were reported
to be too long/boring are: Behind Closed Doors (8%), time management (15%), first
floor meetings (4%), Behind Closed Doors discussion (8%), Behind Closed Doors
rotation (12%) public safety overview (8%), policy review (15%), operational overview
(42%), assistant to the director overview (15%), conference (15%), helping relationship
with counseling center (32% boring, 18% too long), customer service (8%), RA/SCPP
session (12%) and the diversity session (19%).
Two of these training sessions also included responses of too short or appropriate
length of time. These sessions were the conference and Behind Closed Doors. When
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length is considered for the conference, the responses are similar for too long (15%),
appropriatelength (19%), and too short (12%). On the contrary responses for Behind
Closed Doors show 27% for appropriatelength and too short while only 8% responded
with too long.
The lecture only format was found to be very or somewhat ineffective by a
majority of both the RA's and the professional staff. This correlates with what Silberman
(1998) reports about retention of information. According to Silberman, participants in a
lecture retain only about 5% of the information. The only session in the summer 1999
training that was predominately a lecture format, the operational overview, was not found
to be helpful by a majority of staff members. The responses for this session included too
long/boring (42%), followed by helpful (38%), and didn't' learn much/don't remember

(35%).
The other nine training formats: role-play, small group, discussion, lecture/roleplay, lecture/small group, lecture/discussion, role-play/small group, role-play/discussion,
and small group/discussion were found to be either somewhat effective or very effective
by a majority of RA's and professional staff. The sessions that were found to be most
effective by both the RA's and the professional staff were role play/discussion, and role
play/ small group. These sessions are more active and allow for more involvement from
the staff either doing role-plays or working together for some common purpose. There
were three summer training sessions that were role play/discussion formats (Behind
ClosedDoors, public safety and judicial overview, and the RA/SCPP session). The only
session that did not receive a majority of positive remarks was the RA/SCPP session
which received comments such as not helpful (35%) and helpful (27%). These
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differences may account for the material or content or the presenters themselves. The
only session that was considered role play/small group was the Behind Closed Doors
preparation session, which received a majority of positive remarks.
The 1999 summer training week consisted of twenty-three training sessions
incorporating eight training formats. The only single formats used were lecture, small
group and discussion. Of the twenty-three sessions, only three sessions had more
negative responses than positive responses. The sessions were operational overview
(lecture), the helping relationship (lecture/role-play/discussion), and the RA/SCPP
session (discussion/role-play).

All the other sessions received a higher percentage of

positive responses and most used multiple formats. Since fifteen of the twenty-three
sessions were multiple formats, this supports what Upcraft and Pilato (1982) state about
the effectiveness of multiple methods. They claim that using multiple methods will
increase comprehension and understanding levels.
Eighty-five percent of the professional staff found the six-week internship to be
about right, however, only 46% of professional staff found the eight-day summer training
to be about right. Perhaps this is as McLaughlin (1997) suggests that, after a period of
time, the information just gets lost unless the training or presentation is so spectacular
that RA's are forced to pay attention. In the six-week internship process, the RA's in
training go to weekly meetings, cover duty nights, and plan programs. This schedule is
more flexible and allows for more time between meetings, versus the intense six or eighthour days of summer training.
This may be why some schools use the academic course training design that
allows most of the personal development and other issues to be taught one day a week
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before getting the job. This would allow summer training to be shorter and thus less
stressful for the staff. Moreover, with meetings or classes once a week, it would not be
overwhelming to the potential staff member. The problem with this type of course or
training design is developing a curriculum that would be beneficial to the RA's, one that
would also be eligible for academic credit. All students who take this course do not
always get a job, so students might be hesitant to take a course that would not count for
their academic program if they are not assured of being hired afterwards. The possibility
exists to still have a meeting once a week for potential candidates for RA positions and
teach them the necessary skills needed to do the job, without offering credit. A potential
problem with this solution may be that if students do not get the job, they feel they
wasted a whole semester of meetings and did not receive anything for it.

55

CHAPTER VII
Conclusions and Recommendations
Based on the findings of this research, I have concluded the following:
1. Retreat-based training designs should be shorter than eight days
2. The monthly inservice is not effective as a training design in preparing RA's for their
job.
3. Lecture style training formats are not as effective as other training formats or
combinations of training formats.
4. Multiple format training sessions are more effective than single format training
sessions.
5. The professional staff and the RA's agree that the summer training, winter training

and the internship are effective training designs.
6. The professional staff and the RA's agree that winter training, the internship and the
inservice are an adequate length.
7. The professional staff and RA's agree that the role-play, small group, discussion,
lecture/discussion, lecture/small group, lecture/role-play, role-play/small group, roleplay/discussion and small group discussion formats are effective in preparing RA's
for their positions.

To effectively train RA's for their positions, the Office of Residential and
Campus Life should consider some changes to the existing training program.
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Consideration should be given to shortening summer training, thus allowing more time
for building preparation and less time spent in sessions. The training week could begin
with all the training sessions and allow for building preparation time after the training is
over. This would elevate RA's having to fit things in between sessions and allow for
them to concentrate completely on the training. Once the training was complete, the
RA's would have a day or two in which to prepare their buildings for move-in. This
would also provide for plenty of daylight hours for running errands and doing all that is
necessary. The challenge with this would be to decide what is the most crucial
information that needs to be covered at this stage of training. To do this effectively, all
training designs should be considered. The skills necessary to do the job should be
developed and analyzed during the internship. Upcraft and Pilato (1982) recommend a
course for academic credit. While this may not be feasible at Rowan, the internship
could include a weekly session in which important skills are developed and monitored.
This would help determine which applicants would be best suited for the position. The
summer training should be a time to go over the paperwork, job expectations, and
preparation for move-in. The inservice can be used to cover material that is not crucial to
the start of the school year. These sessions should be planned before the beginning of the
year, so that all topics are covered.
Potential changes in individual training sessions should also be considered. The
three training sessions that did not receive a majority of positive responses should be
reevaluated to determine how to effectively educate the staff on these issues. In the
operational session, which is predominately lecture, perhaps combining multiple formats
or using an altogether different format would be more effective. The RA/SCPP session
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received many responses mixed between helpful and not helpful. The reason for the not
helpful responses should be determined. RA's, and SCPP's, as well as professional staff
can provide feedback on problems with this session. Other responses to this session
included couldn't hear, boring/repetitive, and more interactionneeded. This session
could be enhanced, by allowing for the RA's and SCPP's to work in small groups on
some type of task or challenge. This would allow for more interaction between the two
groups and would change things. A large group discussion could follow the activity.
The training sessions that received large percentages of responses on length being
too long need to be changed in some manner. Shortening the session is not necessarily
the solution. In the case of the operational overview, presenting the format is some other
fashion may eliminate the length issue. If staff are actively involved in what they are
learning, they may not realize how much time has elapsed.
The training of resident assistants is very important to their effectiveness in
performing their jobs. While this research has provided some suggestions that may help
modify the current program at Rowan University, it is not something that can be
generalized to a larger group or another institution. There are still many areas of training
that have not been addressed, but which influence the overall effectiveness of a training
program and the extent to which RA's gain beneficial information from the program.
Future research may want to study a particular group of RA's over the course of a couple
years or compare perceptions of training with actual job performance. Standardized
evaluations may allow for more comparison of training evaluations.
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April 10, 2000
Dear Resident Assistant;
I am working on my masters in Higher Education Administration. My research
involves the effectiveness of the Resident Assistant training program at Rowan
University. I am looking at the types of designs, formats and length of training. The
results from my research may be helpful in analyzing our program and suggesting
changes that may make it better for the future. In order to do this, I really need your help.
I am asking all the RA's to please fill out the attached questionnaire and return it
to me with the enclosed envelope. The questionnaires are coded in order to follow up on
non-responses. These questionnaires will be held in the strictest confidence and no
answers or comments will be identified with any person. I am looking to gain overall
feedback on how most of the staff feel in order to help make your training better and to
help become better prepared for your job.
The questionnaire will only take you 3-5 minutes to fill out. Please return the
questionnaire by Friday April 14 th. You can drop it off at the mailroom or put it in my
mailbox in the Residence Life Office. This is time for you to have some impact on what
happens future training sessions. If you have any questions, please feel free to contact
me at x 6240.
Thank you very much for your cooperation.

Sincerely,

April Adams

RESIDENT ASSISTANT SURVEY
Directions:
Please answer each of the following questions to the best of your ability. Please
circle only one answerfor each question, unless otherwise stated.

1.

How effective has each of the following RA training designs been in preparing
you for your position?
Very
Effective

Somewhat
Effective

Somewhat
Ineffective

Very
Ineffective

Does not
Apply

Internship

4

3

2

1

0

Summer Training

4

3

2

1

0

Monthly In-Service 4

3

2

1

0

4

3

2

1

0

Winter Training

2.

How adequate was the length of each training design in preparing you for the RA
position?
Too Long

About Right

Too Short

Does Not
Apply

Internship
5-6 weeks

3

2

1

0

Summer Training
7-8 days

3

2

1

0

In-Service
Average 1 hour

3

2

1

0

Winter Training
2 days

3

2

1

0

3.

How effective was each of the following training formats in preparing you for the
RA position?
Very
Effective

Somewhat
Effective

Lecture only

4

3

2

1

0

Discussion only

4

3

2

1

0

Small group only

4

3

2

1

0

Role Plays only

4

3

2

1

0

Lecture/
discussion

4

3

2

1

0

Lecture/
Small group

4

3

2

1

0

Discussion/
Small group

4

3

2

1

0

Role Play/
Discussion

4

3

2

1

0

Role Play/
Lecture

4

3

2

1

0

Role Play/
Small Group

4

3

2

1

0

Somewhat
Ineffective

Very
Ineffective

Does not
Apply

4.

What is your gender? (mark only one)

5.

In which of the following training designs did you participate? (mark all that
apply)
__ The Internship

Summer training

Male

_

Female

Winter training

6.

What is your class rank? (mark only one)
_

7.

Junior

Senior

_

_

by Hearing

_

by doing

Don't Know

What is your employment status?
_

9.

_

Sophomore

Which of the following best characterizes your dominant style of learning? (mark
only one)
by Seeing

8.

_

Freshman

Currently on staff as an RA

_

Currently not on staff as an RA

What changes do you think should be made to RA training to increase RA skills
and knowledge? Please use the space provided to write any comments about
training.

April 10, 2000

Dear Residence Life Staff Member,
I am working on my masters in Higher Education Administration. My research
involves the effectiveness of the Resident Assistant training program at Rowan
University. I am looking at the types of designs and formats being used as well as the
length of training. The results from my research may be helpful in analyzing our
program and suggesting changes that may make it better for the future. In order to do this,
I really need your help.
I am asking all professional staff members to please fill out the attached
questionnaire and return it to me with the enclosed envelope. These questionnaires are
completely confidential. If you could return the questionnaire by Friday April 14th, it
would be greatly appreciated.
Thank you very much for your cooperation.
Sincerely,

April Adams

PROFESSIONAL STAFF SURVEY
Directions:
Please answer each of the following questions to the best of your ability. Please
circle only one answerfor each question, unless otherwise stated

1.

How effective has each of the following RA training designs been in preparing
RA's for their position?
Very
Effective

Somewhat
Effective

Somewhat
Ineffective

Very
Ineffective

Does not
Apply

Internship

4

3

2

1

0

Summer Training

4

3

2

1

0

Monthly In-Service 4

3

2

1

0

Winter Training

3

2

1

0

2.

4

How adequate was the length of each training design in preparing RA's for their
position?
Too Long

About Right

Too Short

Does not
Apply

Internship
5-6 weeks

3

2

1

0

Summer Training
7-8 days

3

2

1

0

In-Service
Average 1 hour

3

2

1

0

Winter Training
2 days

3

2

1

0

3.

How effective was each of the following training formats in preparing RA's for
their position?
Very
Affective

Somewhat
Affective

Lecture only

4

3

2

1

0

Discussion only

4

3

2

1

0

Small group only

4

3

2

1

0

Role Play only

4

3

2

1

0

Lecture/
discussion

4

3

2

1

0

Lecture/
Small group

4

3

2

1

0

Discussion/
Small group

4

3

2

1

0

Role Play/
Lecture

4

3

2

1

0

Role Play/
Discussion

4

3

2

1

0

Role Play/
Small Group

4

3

2

1

0

4.

Somewhat
Ineffective

Very
Ineffective

Does not
Apply

What changes, if any, do you think should be made to RA training to increase RA
skill and knowledge? Please use the available space for any comments on
training.

Appendix B
Summer Survey
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Pre-Training Questionnaire

PLEASE READ ALL DIRECTIONS BEFORE ANSWERING QUESTIONS!!
few minutes to complete this brief questionnaire. Your responses will help us mold training into a
take
a
Please
productive, exciting and adventurous week. If you have questions or you would like to add your verbal input, please
call Cathy, Allison, Joe or April at (609) 256-4187.
Please RATE your preference, numbering the responses 1-4 or 1-6 depending on the question. The
number 1 indicates the best option, the last number indicates the worst.
1. The "relaxation day" during training should be held at:
CAPPS: all you can eat BBQ, lake for swimming, canoeing, and paddle
boats, DJ and dance floor and possible group activities
Beach: relax on beach, swim/surf in the Atlantic, walk on boardwalk,
miniature golf and dinner
TW Sports (similar to Dave and Busters) pool tables, rock-climbing wall,
amusement rides, miniature golf and some type of food
Other Suggestions:
2. During training, I feel that I learn the best from:
Role plays
RA presentations
Professional staff presentations

Handouts
Manual
Hands-on experience

Please Check All that Apply:
3. Additional training should be provided in these areas related to office and campus procedures:
{ Campus resources
O Operational responsibilities: check-

in procedures, RCRs, housekeeping,
and work requests.
U Judicial procedures

O Other
L Training is sufficient

4. Additional Training should be provided in professional development:
L Learning about the other
L Dealing with confrontations
residential buildings
O Diversity
~ Other
I Documenting incidents
O Training is sufficient
O Bulletin Boards & Programming
5. Additional training should be provided in personal development:
Other

[

O Balancing your time

L Leadership development
6. Additional training should be provided in paperwork:
[C Goal sheets
Ol Frontlines
LI Journals

[I Training is sufficient
O Program forms
O Other
O Training is sufficient

LI Yes, I would be willing to present a workshop during training. I would like to present:
O Time management
O Mediating conflict

O Floor meeting
O- Apartment vs. Res. Hall

O Salad Making
O Your Idea:

To present a workshop or perform a role play, please include your name and summer phone number:
Phone:
Name:

Number of Times You have Attended Summer Training?
PLEASE ADD ANY ADDITIONAL COMMENTS ON BACK

Appendix C
1999 Summer RA Training Evaluation
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Dear RAs

YOUR FEEDBACK MATTERS!!!
RA August Staff Training, '99
Please take a few minutes to give me some feedback good or bad about each workshop
and a general comment at the end. Your feedback will help me to make training
beneficial for you. One word answers will not help me make it better for you. Please try

to return to your RD September 9.

Thanks, Nettie

Name (optional)
Saturday Aug. 21
Scavenger Hunt:
Did you enjoy this? Why or why not?

Sunday Aug. 22
Intro to training, expectations, manual review by Nettie

Did overview give you ideas of your job expectations? Why or why not?

Area meetings with Esther or Larry: Did meeting cover expectations? Why or why not?

Programming & goals session with Nettie: Was information helpful? Was time
productive for each staff to work on ideas? Why or why not?

(New staff only) Meeting with Nettie: Did this help you see the difference between a
good and bad RA? Time for general questions?

(Returning staff only)- Prep time for Behind Closed Doors: Was this enough time and
were scenario sign-ups clear?

Behind Closed Doors: Did this experience help you deal with confrontations? Was there
enough time for each scenario?

Discussions with George after scenario with each group: helpful? Why or why not?

Time management with Aaron Smith and Terri Sadler: was this helpful? Why or why
not?

First floor meetings with Sarah and Stephanie? Was this helpful? Why or why not?

Did you like the setup of Behind Closed Doors with rotations and other workshops?
Why or why not?

Monday, Aug. 23
Public Safety & Judicial process with Kevin Mannix and Bill Meyers: Did the scenario of
drunk female student and hearing board help you understand the process? Why or why
not?

George's review of all the policies: was it thorough enough? Why or why not?

Operational review with Mark Wagener: was this helpful? Why or why not?

Mark Hauser reviewed his responsibilities for housekeeping, rosters, cable, etc. Was this
helpful? Why or why not?

Lockerroom talk with Joe Costal-was this helpful? Why or why not?

Tuesday, Aug. 24
Service Project at Woodbury Child Care Center-did you enjoy this and find it
rewarding? Why or why not? Any ideas for future projects?

Wednesday, Aug. 25
Trip to TW Sports: Did you enjoy this? Any other ideas for fun day places?

Thursday, Aug. 26
Building ChaRActer conference with Stockton and the College of NJ:
Did you find this informative and enjoyable? Too long or Too short?

Friday, Aug. 27
(New RAs only) - The Helping Relationship with Cindi Kammer, Counseling Center:
Was this helpful? Why or why not?

(Apartment staff only) - Apartment RA life with Charlie and Pam? Was this helpful?
Why or why not?

(RAs returning to halls again)-Back in the halls again with Meri and Fred? Was this
helpful? Why or why not?

Rec Center general review with Keith and Laurie? Was info helpful? Why or why not?

Customer Service session with Tina (grandma test, etc) was this helpful? Why or why
not?

Opening Day overview by Joe Costal: informative and motivating?!

Seamus's game show in Robinson: was this fun and informative? Why or why not?

RA and SCPP meeting in the Rat-were scenarios and discussion helpful in explaining
roles? Why or why not?

Saturday, Aug. 28
Doug Cureton, Diversity speaker in the Rec Center. Was he interesting and insightful?
Why or why not? Would you want him again?

General overview of structure of training and suggestions? Was there enough building
prep time? (use back of page if you want also)

